This study aims to investigate employee motivational and environmental factors and their effects on employee retention and organizational performance. Employee retention is predicted by organizational environment, intrinsic motivation, organizational learning, knowledge management, entrepreneurial orientation, external connect and explained R 2 =76.3% of the variance in employee retention. Therefore, organizational performance is predicted by competitive advantage and employee retention and explained R 2 =19.9% of the variance in organizational performance. Effect size analysis indicates that intrinsic motivation had substantial effect on size when compared with other exogenous variables. The predictive relevance of the model was found substantial revealed Q 2= 40.5% relevance to predict employee retention. The moderating role of the competitive advantage was confirmed and directs that the positive relationship between employee retention and organizational performance will be stronger when competitive advantage is higher. Finally, results showed that intrinsic motivation had the highest importance level when compared with other constructs. Therefore, manager and policy makers should take into consideration intrinsic motivation and transformational leadership in order to boost employee retention and organizational performance.
Introduction
Constant searches for the determinants of employee retention and firm performance both have become a global challenge for organizations. It is beyond a doubt that right approach takes organizations to next level of prosperity growth and profitability. Examining the role of organizational environmental and motivational factors is important for the success of the organizations. Chully and Sandhya (2014) emphasized that transformational leadership is the core factor that boost organizational performance and employee motivation. Therefore, the role of organizational environment, intrinsic motivation, organizational learning, knowledge management and external connect is highly debated in the context of employee retention and firm performance (Deci & Ryan, 1985 , 2000 Hanaysha, 2016; Kim, 2018; Marsick & Watkins, 1999; Martín Cruz et al., 2009) . Although there is plethora of research that claims organization performance and employ retention, little has been discussed about competitive advantage (Mahdi & Almsafir, 2014) . Therefore, this study fills this research gap and examines moderating role of competitive advantage between employee retention and employee performance.
A systematic literature review shows that organizational learning positively influence on employee attitude and beliefs. Salarian et al. (2015) asserted that organizational learning provides the right mechanism for enhancing, organizational effectiveness and offer a nurturing environment to employees. The importance of knowledge management is highlighted by Assis-Dorr et al.(2012) who stated that an accurate knowledge management strategy is important to retain employee and it could increase firm profitability. Similarly, external connected is seen in international context. For instance Boso et al. (2016) pre-sented that collaboration with international organizations improves quality of the products and services and boost organizational learning culture. Another study conducted by Haddoud et al. (2017) claims that technology helps organizations bring innovative products in market. In addition to that, it is also confirmed that external technology improves the employee performance (Haddoud et al., 2017) . Moreover, innovativeness was seen in entrepreneurial orientation. Entrepreneurial orientation is identified as the introduction of simultaneous innovative, proactive and risk taking initiative (Stam & Elfring, 2008) . Thus, examining the role of underpinning constructs contributes to employee retention and organizational performance literature (Chully & Sandhya, 2014) . This study extends the body of knowledge on this subject and investigates the moderating role of completive advantage between employee retention and organizational performance. The details of these construct are presented in literature review section.
Literature review

Organizational learning (ORGL)
The concept of organization learning was developed by Senge (1990) in order to investigate firm performance. It is said that organizations that provide learning opportunities to its employees and continuously transform knowledge into practice have considered learning organizations (Freeman & McVea, 2001) . Organizational learning is defined as the process and behavior that support to build learning culture within an organization. Author like Salarian et al. (2015) postulated that organization learning is a set of organizational characteristics which includes knowledge sharing, and knowledge acquisition. Organizational learning provides the right mechanism for enhancing, organizational effectiveness and offers a nurturing environment. In addition to that attractive place with mentoring leaders could enhance employee learning attitude (Hanaysha, 2016; Marsick & Watkins, 1999) . Similarly, Lockwood (2007) stated that promoting organizational learning culture increases employee satisfaction and gains employee commitment for long term. Another study conducted by Ahmad and Marinah (2013) confirmed significant relationship between organizational learning and employee retention. Earlier studies indicated that organizational learning boosts employee commitment which in turn positively influences on employee retention (Ahmad & Marinah, 2013; Freeman & McVea, 2001; Hanaysha, 2016; Lockwood, 2007; Marsick & Watkins, 1999; Salarian et al., 2015) .Thus, organziational learning is hypothesised as: H1: Organizational learning has positive influence on employee retention.
Knowledge Management (KNLM)
In order to investigate the parameters of employee retention literature review was conducted on knowledge management. An accurate knowledge management strategy is important to retain employee and it increases firm profitability (Assis-Dorr et al., 2012) . In organizational context, knowledge is identified either in tacit or explicit form. Knowledge which is based on intellectual, considered property of an individual and not available in published form is known as tacit knowledge. Therefore, explicit knowledge is a category of knowledge which is available in published form. Therefore, in this study knowledge management is studied in general context and combines two well-known types of knowledge management strategies including personalization and codification strategy (Ajith Kumar & Ganesh, 2011) . Personalization knowledge strategy is used peopleto-people method for exchange of knowledge (Davenport & Guest, 2001) . Personalization knowledge strategy provides accurate guidance to employee. It is important tool to develop a positive change and its useful implementation (Jones et al., 2005) . According to Scheepers et al. (2004) , codification strategy, wherein knowledge transfers people-to-document and document-to-people. In this strategy a central repository is used to collect the organizational related information and all employees are allowed to access that repository (Scheepers et al., 2004) . Similarly, Cole et al. (2006) stated that codification is a knowledge sharing process in which employees notify through handouts using a centralized organizational system. Several researchers agreed upon the need of optimal mix of knowledge management strategy (i.e. personalization and codification) in order to respond particular situation within an organization (Ajith Kumar & Ganesh, 2011; Cole et al., 2006) . It is argued that effective knowledge management strategy yields better outcomes and enhance employee retention (Rusly et al. 2015; Sanders et al., 2017) . Organizations follow dynamic knowledge sharing system have more satisfied employee (Sanders et al., 2017) . Therefore, and back up with earlier studies of Ajith Kumar and Ganesh (2011) ; Desouza and Evaristo (2004) ; Scheepers et al. (2004) Sanders et al. (2017) knowledge management is hypothesized as: H2: Knowledge management has positive influence on employee retention.
2.3External Connect (EXCT)
In management literature external connect has been identified as external collaboration, external technology and external knowledge. Szyliowicz and Galvin (2010) postulated that firms' collaboration with their partner helps to gain competitive advantage. In addition to that good relationship between public and private institutions helps organizations remove barriers to enter into international market. Another study conducted by Boso et al. (2016) showed that collaboration with international organizations improves quality of the products and services and boosts organizational learning culture. Concerning with technology connect, author like Haddoud et al. (2017) who stated that technology helps organization accelerate and brings ease in employee tasks. Use of technology helps organizations bring innovative products in market. In addition to that, it is also confirmed that external technology improves the employee performance (Haddoud et al., 2017) . Similarly, external knowledge helps employee understand dynamics of volatile market and motivates them to perform job proactively (Chesbrough, 2012) . Therefore, and back up with earlier studies of Chesbrough (2012) , Haddoud et al. (2017) , Szyliowicz and Galvin (2010) , external connect is hypothesized as: H3: External connects have positive influences on employee retention.
Entrepreneurial Orientation (ENTO)
Entrepreneurial orientation provides opportunity to a firm to flourish and progress in long term. Entrepreneurial orientation is identified as the introduction of simultaneous innovative, proactive and risk taking initiative (Stam & Elfring, 2008) . It is a corporate strategy wherein firm adopts entrepreneurial policies to avail new business opportunities. Earlier studies have confirmed that organizations having entrepreneurial culture have more satisfied employee (Covin et al., 2006; Stam & Elfring, 2008) . Similarly, a strong connection is found between entrepreneurial orientation and firm performance (Covin et al., 2006) . Author like Olson et al. (2001) highlight that employee common goals for instance and effective implementation of activities positively influence on entrepreneurial activities. Therefore, without common goals entrepreneurial orientation negatively influences on employee attitude. Thus, for organization performance coordination between employees and top leadership matters a lot. Several other studies have confirmed that organizations with entrepreneurial culture had the highest employee retention (Covin et al., 2006; Olson et al., 2001; Stam & Elfring, 2008) . Following the above arguments, we hypothesized entrepreneurial orientation as: H4: Entrepreneurial orientation has positive influence on employee retention.
Organizational Environment (OREN)
Organizational environment is a specific climate of an organization where employees perform their duties (Danish et al., 2013) . Organization environment plays a vital role in developing and implementing new strategies. In this regard employee motivation is the main factor fueled by organizational environment. It is argued that an adequate organizational environment impacts on employee satisfaction and enhances employee retention (Hanaysha, 2016) . If employees work in safe environment, they feel more comfortable with their jobs. In addition to that comfortable and secure environment increase employee productivity which ultimately enhances firm performance. According to Danish et al. (2013) in order to compete in competitive market organization should design favorable work environment which in turn enhances employee retention and commitment towards organization. Several factors are presented in previous literature that develop good environment for instance safety, comfortable workplace and absence of noise. Supervisor support and team cohesion are some other factors that bring ease at workplace and enhance employee productivity. Authors like Khuong and Le Vu (2014) argued that in comfortable environment employee work effectively compared with those who work in uncomfortable place. Extending to this organizations having comfortable environment have the highest rate of employee retention (Khuong & Le Vu, 2014) . Following above arguments and back up by Khuong and Le Vu (2014) Danish et al. (2013) ; Hanaysha (2016) , we hypothesized organizational environment as: H5: Organizational environment has positive influence on employee retention.
Intrinsic Motivation (IMOT)
The roots of intrinsic motivation existed in self-determination theory which demonstrates human intrinsic and extrinsic motivation at workplace (Deci & Ryan, 1985) . Intrinsic motivation is defined as "the doing of an activity for its inherent satisfactions rather than for some separable consequence as well as doing something because it is inherently interesting or enjoyable" (Deci & Ryan, 1985 , 2000 . In organizational context intrinsic motivation is seen as aesthetic values, enjoyment and interest in a particular task (Deci & Ryan, 2000) . Author like Dewett (2007) revealed a significant relationship between intrinsic motivation and employee satisfaction which in turn positively influence on employee retention. Another research conducted by Martín Cruz et al. (2009) showed that intrinsic motivation significantly influences on employee motivation to perform a job accurately. Intrinsic motivation in workplace is studied by several researchers (Deci & Ryan, 1985 , 2000 Kim, 2018; Martín Cruz et al., 2009) . Intrinsic motivation significantly influences on employee retention and enhances organizational performance (Martín Cruz et al., 2009) . Following above arguments, we hypothesized intrinsic motivation as: H6: Intrinsic motivation has positive influence on employee retention.
Transformational leadership (TRLE)
The concept of transformation leadership was introduced by Bass (1985) that indicated strong relationship between transformational and employee retention. Transformational leadership style has found influential enablers that impact on employee behavior, attitude and work performance (Para-González et al., 2018) . In transformational leadership style, employee get motivation by leaders which ultimately bring positive change in employee attitude, beliefs and values towards organizations (Rafferty & Griffin, 2004) . Extending to this Para-González et al. (2018) argued that leader support enhance task performance, employee satisfaction and organization efficacy. Another study conducted by Yizhong et al. (2019) showed that organizations having transformational leadership style management have more coordination in team work compared organization following conventional management style. Extending to this, organization with transformational leadership styles have visionary and long lasting future (Yizhong et al., 2019) . According to Nielsen, Randall, Yarker, and Brenner (2008) transformational leadership is where leader inspire, motivate and encourage subordinates to stay determine and passionate with job. Earlier studies have highlighted linkage between transformational leadership and employee retention (Bass, 1985; Nielsen et al., 2008; Para-González et al., 2018; Rafferty & Griffin, 2004; Yizhong et al., 2019) . Therefore, transformational leadership is hypothesized as:
H7: Transformational leadership has positive influence on employee retention.
Employee Retention and organizational performance
Ahmad and Marinah (2013) asserted that organizational learning significantly influences on employee retention which in turn boosts firm performance. It is also said that attractive place with mentoring leaders could enhance employee satisfaction resulting the highest gain for employee retention (Hanaysha, 2016; Marsick & Watkins, 1999) . Another study conducted by Lockwood (2007) stated that promoting organizational learning culture increases employee satisfaction and gains employee commitment for long term. Research has emphasized that employee satisfaction improves firm performance. Some academics argued that novelty is enough for an idea or solution to be judged creative. Researchers like Wang and Noe (2010) confirmed the relationship between employee retention and firm performance. Previous studies have highlighted strong linkage between employee retention and firm performance (Ahmad & Marinah, 2013; Dewett, 2007; Ha & Lo, 2018; Hanaysha, 2016; Hirst, Van Dick, & Van Knippenberg, 2009; Lockwood, 2007; Marsick & Watkins, 1999; Wang & Noe, 2010) . Following above arguments, we hypothesized employee retention as:
H8: Employee retention has positive influence on organizational performance.
Competitive Advantage, employee retention and organizational performance
Competitive advantage is defined as a firm's ability wherein it generates higher amount of economic worth when compared with competitors (Mahdi & Almsafir, 2014) . The competitive advantage is achieved where the rate of economic profit is higher than the rate of competitors. The capacity of the organization to coordinate and deploy its knowledge sources to create value as it pursues its vision for the future is the intellectual capital of the organization (Kaufmann & Schneider, 2004) . Competitive advantage is the ability of the organization to acquire, integrate and reconfigure its resources in response to growing and changing customer demands. During recession companies focus on competitive advantage in order to survive in volatile market. The resource based view (RBV) proposes that sustained profitability of an organization depends on the creation, development and implementation of unique resources and capabilities (Barney, 2002) . Organizations following creative and unique process have high rate of employee retention and more profitable (Arenas & Lavanderos, 2008; Urbano & Yordanova, 2008) . Following the above arguments, we hypothesized competitive advantage as: H9: The positive relationship between employee retention and organizational performance will be stronger when competitive advantage is higher. 
Scale development
In order to test the proposed hypotheses, a survey questionnaire was developed comprising two parts namely: demographic and constructs items. The demographic part of the questionnaire contains respondent's age and gender information. Therefore, second part of the questionnaire holds construct items. All constructs items were adopted from the previous literature and then adapted into current research context. Instrument items for construct organizational learning were adapted from Salarian et al. (2015) . Items of knowledge management were adapted from Ajith Kumar and Ganesh (2011) . External connect items were adapted from Ferreras-Méndez et al. (2019) . Entrepreneurial orientation items were adapted from Engelen et al. (2015) . Organizational environment items were adapted from Hanaysha (2016) . Constructs items for intrinsic motivation were adapted from Deci and Ryan (1985) . Transformational leadership and employee retention constructs items were adapted from Perera (2019) . Therefore, organizational performance items were adapted from Choi and Lee (2003) . Finally, instrument items for the construct competitive advantage were adapted from Mahdi et al. (2019) . All construct items were anchored on a 7-point Likert scale ranging 1 for strongly disagree to 7 for strongly agree. The reliability and validity of the items was tested using structural equation modeling.
Sampling and data collection
The sample size of this study was selected following guideline provided by . explained that study that incorporates factor analysis should have at least 200 valid responses and reduces the sampling error S. Rahi, 2018) . For data collection, convenience sampling approach was used. Convenience sampling approach is appropriate as it covers veracity of the data. An administrative survey was conducted towards senior level managers working in Public sector organization in Saudi Arabia. Using convenience sampling approach 530 questionnaires were distributed among top level managers to examine factors that impact on employee retention and organizational performance. Out of 530, 349 questionnaires were returned to researcher. During initial screening 9 questionnaires were discarded due to incomplete answers. Thus, for inferential analysis 340 valid questionnaires were used with a response rate of 64%. Concerning with demographic variables, data showed that males were 83% compared with females with 17% out of 340 responses. Descriptive analysis also showed that the majority of the employees (78%) were highly educated and had Master's level education.
Common method variance bias
The current study is investigated under quantitative research approach. Therefore, data is collected using single source. Earlier studies have highlighted that common method variance issue could arise where data is collected with single source Podsakoff et al., 2003) . Thus, testing common method variance issue is important before inferential analysis. In order to confirm that common method variance is not likely issue in this study, Harman's single factor test is used (Podsakoff et al., 2003) . The criterion is that "the maximum co-variance explained by first factor should not be greater than 50%" (Podsakoff et al., 2003) . Results of Harman's single factor test revealed that the maximum covariance explained by single factor was only 18% which is less than threshold value 50%, confirming that this study is free from common method variance bias and adequate for structural equation modeling.
Data analysis
The present study proposed an amalgamated organizational model to investigate employee retention and organizational performance. Therefore, data analysis has been conducted using the latest statistical approach namely structural equation modeling technique (SEM). Structural equation modeling (SEM) is defined as "statistical technique for testing and estimating causal relations using a combination of statistical data and qualitative causal assumptions" (Samar & Mazuri, 2019) . We followed two-stage approach for structural equation modeling including measurement model and structural model which is in line with . The measurement model includes the assessment of construct reliability, validity, indicator reliability, convergent validity and discriminant validity of the constructs. Therefore, structural model estimates outlined path and their significance level. Smart PLS 3.27 software is used for structural equation modeling (Ringle et al., 2015) .
Measurement model
The first stage of the structural equation modeling is the assessment of measurement model wherein construct reliability was assessed with Cronbach's (α), composite reliability (CR). The criterion is that values of Cronbach's and composite reliability should be higher than 0.70 . Results of the measurement model showed that values of Cronbach's and composite reliability were higher than threshold value 0.70, indicating that construct has adequate reliability. The convergent validity of the constructs was assessed with indicator loading and average variance extracted (AVE). The criterion is that factor loadings should be greater than 0.6 as suggested by Chin (1998) . Therefore, the values of average variance extracted should be higher than 0.5 in order to achieve convergent validity of the constructs (Fornell & Larcker, 1981) . Smart-PLS algorithm revealed that factor loadings were greater than 0.6 indicating adequate reliability of the indictors. Similarly, average variance extracted values were also higher than 0.5 confirming convergent validity of the constructs. The results of the measurement model are shown in Table 1 . After confirming convergent validity of the constructs, discriminant validity was calculated to fulfill the requirement of the measurement model. Discriminant validity of the construct can be calculated using Fornell and Larcker criterion, cross loadings or Heterotrait-Monotrait Ratio (HTMT). Initially, discriminant validity was tested with Fornell and Larcker criterion (Fornell & Larcker, 1981) . The criterion suggested that "the square root of average variance extracted should be greater than the correlations between the constructs" (Compeau, Higgins, & Huff, 1999; Fornell & Larcker, 1981) . Findings of the measurement model indicate that all the values of average variance extracted were higher than other constructs correlation values and confirmed the discriminant validity of the constructs. Table 2 depicts results of discriminant validity using Fornell and Larcker criterion. Another alternative method to assess discriminant validity of the constructs is to check the cross loadings values of the construct with their corresponding construct values which is in line with Hair Jr et al. (2016) . In order to achieve discriminant validity of the construct the values of outer loadings should be higher than other constructs outer loadings values indicating that construct is discriminant . The results of the cross loadings revealed that outer loadings of the constructs were higher than corresponding outer loadings. These findings confirmed that scale is discriminant and valid for structural model assessment. The values of cross loadings can be seen in Table 3 . Finally, discriminant validity of the construct was tested with Heterotrait-Monotrait Ratio (HTMT) method. This method calculates discriminant validity using multitrait and multimethod matrix as suggested by Gold and Arvind Malhotra (2001) . In order to achieve discriminant validity using HTMT method, criterion is that HTMT values should be less than HTMT 0.85 or 0.90 (Dastranj et al., 2018; Gold & Arvind Malhotra, 2001; Kline, 2011; Samar et al., 2017) . Results of HTMT analysis showed that all correlation values were less than HTMT 0.85 or 0.90 which confirmed that construct is discriminant. Table 4 shows the results of Heterotrait-Monotrait Ratio.
Structural model
The second stage of structural equation modeling is to estimate path with structural model. Structural model assessment incorporates evaluation of lateral multicollinearity with variance inflation factor (VIF), path-coefficients β, coefficient of determination , and t-values using bootstrapping procedure . Although vertical collinearity is confirmed it is necessary to check the lateral multicollinearity of the constructs. Lateral multicollinearity issue is occurred when two variables that are hypothesized to be causally related measure the same construct. Therefore, assessment of lateral multicollinearity is important before moving to path analysis. In order to assess multicollinearity issue the criterion is that VIF values should be less than 3.3 as suggested by Diamantopoulos and Siguaw (2006) ; . Results of the structural model revealed that variance inflation factor values were less than threshold value 3.3 and confirmed that the current study is free from lateral multicollinearity issue. The results of variance inflation factor (VIF) can be seen in Table 5 . 
Hypothesis testing
In order to test the propose hypotheses, structural model is estimated using bootstrapping procedure. For bootstrapping procedure, a sample size of 5000 was selected which is in line with Samar Rahi and Abd. Ghani (2019) . Bootstrapping procedure is important to confirm the normality of data. Assessment of structural model incorporates path coefficient (β), standard deviations (SE) and t-statistics with their significance level. The results of the structural model are depicted in Table 6 . The result of the structural equation modeling is exhibited in Table 6 . Findings revealed that organizational learning had significant influence on employee retention and supported by H1: (β=0.145, t-value 4.646, significance p< 0.001). The relationship between knowledge management and employee retention was significant and statistically supported by (β=0.140, tvalue 4.313, significance p< 0.001), thus confirming H2. Similarly, external connect had significant influence on employee retention and supported by H3: (β=0.073, t-value 2.860, significance p< 0.01). Findings indicate that entrepreneurial orientation had significant influence on employee retention and supported by H4: (β=0.110, t-value 3.900, significance p< 0.001). Motivational factor shows significant impact on employee retention. Results showed significant influence of organizational environment on employee retention (β=0.120, t-value 3.120, significance p< 0.01) and confirms H5. In addition to that, we found significant relationship between intrinsic motivation and employee retention (β=0.500, t-value 10.301, significance p< 0.001), thus confirming H6. Transformational leadership had significant influence on employee retention and supported by (β=0.208, t-value 4.421, significance p< 0.001). Finally, the direct relationship of employee retention was tested with organizational performance. Results showed significant impact of employee retention on organizational performance (β=0.408, tvalue 6.772, significance p< 0.001), and confirmed H8.
Assessing effect size ( ), predictive relevance and coefficient of determination
This study examines employee retention and organizational performance with human motivational and organizational learning factors. Therefore, findings of the structural model revealed that altogether organizational learning, knowledge management, external connect, entrepreneurial orientation, organizational environment, intrinsic motivation and transformational leadership explained R 2 = 76.3% of the variance in employee retention. On the flip side, organizational performance was predicted by competitive advantage and employee retention and explained R 2 =19.9% variance in organizational performance. These findings confirmed that model has substantial power to predict employee retention. Coefficient of determination R 2 = 76.3% collective variance of all exogenous variables on endogenous variable therefore it does not reveal individual effect size. Thus, individual effect size of underpinned factors was assessed with ( ). Effect size analyses indicate that intrinsic motivation had substantial effect size when comparing to other exogenous variables. This suggested that employee retention is the most important factor when determining employee retention. Transformational leadership was found second most important variable and had medium level of effect size. Concerning with other exogenous variables includes organizational learning, knowledge management, external connect, entrepreneurial orientation and organizational environment had showed small effect size in employee retention. Extension of the research model demonstrated that employee retention had medium level of effect size to observe organizational performance. Therefore, competitive advantage shows small effect size when determining organizational performance. Finally, the predictive relevance of the research model was estimated with using blind folding procedure. For predictive relevance, criterion is that the values of test should be greater than 0 indicate adequate predictive relevance of the model. Findings of the test indicated that employee retention had substantial 40.5% predictable relevance. These findings confirmed that the formulation of new organizational research model was adequate and statistically supported. The results of the effect size analysis including coefficient of determination , predictive relevance and effect sizes ( ) are depicted in Table 7 . 
Importance performance matrix analysis (IPMA)
A post hoc analysis namely Importance performance matrix analysis (IPMA) was conducted for managerial implications. Authors like Samar and Mazuri (2019) argued that importance performance matrix analysis adds an additional dimension into data analysis. Extending to this, assessing latent construct's importance and performance could reveal interesting findings for managers and policy makers. Importance performance matrix analysis estimate latent constructs by rescaling data from 1-to-100. Results of IPMA analysis show that intrinsic motivation had the highest importance score and considered most important factor to determine organizational performance. Therefore, transformational leadership is found second highest construct when predicting employee retention. Constructs like knowledge management, entrepreneurial orientation, organizational environment and organization leaning had intermediate level of importance to predict employee retention. External connect had showed least importance to predict employee retention whereas it has highest performance value. Importance and performance scores of IPMA analysis can be seen in Table 8 . The importance and performance of the latent construct is depicted in Fig.2 . It can be seen that intrinsic motivation has the highest importance when comparing to other constructs. Therefore, the importance of transformational leadership, knowledge management, entrepreneurial orientation, organizational environment and organization leaning is also notable. Thus, intrinsic motivation, transformational leadership, knowledge management, entrepreneurial orientation, organizational environment and organization leaning are the core constructs that managers and policy makers should take into consideration. While focusing on these constructs managers can enhance employee retention in public sector organization.
Fig. 2. Importance performance matrix analyses
Moderating analysis
Aside of direct relationships, this study incorporated competitive advantage as moderating variable. We have proposed that the positive relationship between employee retention and organizational performance will be stronger when competitive advantage is higher. For statistical analysis product indicator approach is adopted. Product indicator approach is adequate as it produce highest robustness RAHI, Othman Mansour, Alghizzawi, & Alnaser, 2019) . Earlier studies have confirmed that product indicator approach revealed highest robustness Samar & Mazuri, 2019) . Therefore, interaction effect was estimated with bootstrapping procedure. The results of bootstrapping output confirmed H9 indicated that the positive relationship between employee retention and organizational performance will be stronger when competitive advantage is higher (β = 0.110, t-value 1.765, p<0.5). The results of the moderating effect including path coefficient and T-values are exhibited in Fig.3 .
Fig. 3. Path Coefficients and T-values
Findings of the structural model have confirmed that competitive advantage moderated the relationship between employee retention and employee performance. Therefore, strength of the relationship is yet to be confirmed. In order to see relationship trend as to see whether it positively moderates or negatively is taken from simple slope analysis. Simple slope analysis shows that competitive advantage at+1SD has steeper and positive gradient when it is compared with competitive advantage at-1SD (less steep and positive). These findings confirmed that the positive relationship between employee retention and organizational performance will be stronger when competitive advantage is higher. The trend of the moderation can be seen in Fig.4 . Fig. 4 . Simple slope analysis
Discussion
This study sheds light on the relationship between organizational motivational factors and employee retention. The importance of motivational factors has been highlighted by several researchers (Desouza & Evaristo, 2004; Scheepers et al., 2004) . Therefore, this study goes a step further and adds additional factors into research model for instance transformational leadership, entrepreneurial orientation and knowledge management. Findings of the structural equation modeling have shown that organizational learning significantly influence on employee retention and in line with previous studies Ahmad and Marinah (2013) ; Freeman and McVea (2001) ; Hanaysha (2016) ; Lockwood (2007) ; Marsick and Watkins (1999) ; Salarian et al. (2015) .The relationship between knowledge management and employee retention was found significant and in line with Ajith Kumar and Ganesh (2011); Desouza and Evaristo (2004) ; Scheepers et al. (2004 ) Sanders et al. (2017 . External connect has shown significant influence on employee retention and supported by previous research studies Chesbrough (2012), Haddoud et al. (2017) , Szyliowicz and Galvin (2010) . Results have indicated that entrepreneurial orientation had significant influence on employee retention and in line with (Covin et al., 2006; Olson et al., 2001; Stam & Elfring, 2008) . Motivational factor showed significant impact on employee retention. Results have shown significant influence of organizational environment on employee retention and supported by Khuong and Le Vu (2014) Danish et al. (2013) ; Hanaysha (2016) . Similarly, significant relationship between intrinsic motivation and employee retention was found and in line with Deci and Ryan (1985) ; Deci & Ryan, (2000) ; Kim (2018) (2007); Marsick and Watkins (1999) ; Wang and Noe (2010) . Finally, the moderating relationship of competitive advantage between employee retention and organizational performance was tested and found significant impact on organizational performance which is in line with Arenas and Lavanderos (2008) ; Urbano and Yordanova (2008) . These findings confirmed that intrinsic motivation, transformational leadership, knowledge management, entrepreneurial orientation, organizational environment and organization leaning are the core constructs. While focusing on these constructs managers can enhance employee retention in public sector organizations.
Conclusion
This study has concentrated to examine causal relationship between transformational leadership and motivational factors and their effects on employee retention and performance. In this regard, employee retention was predicted by organizational environment, intrinsic motivation, organizational learning, knowledge management, entrepreneurial orientation and external connect. Advance levels of statistical tools were used for data analysis for instance structural equation modeling. Findings of structural equation modeling have revealed that altogether organizational environment, intrinsic motivation, organizational learning, knowledge management, entrepreneurial orientation and external connect explained 76.3% variance in employee retention which is substantial. Similarly, organizational performance was predicted by competitive advantage and employee retention and explained 19.9% variance in organizational performance. These findings confirmed that model had substantial power to predict employee retention. In order to understand individual effect of exogenous variables on endogenous variables help was taken form effect size analysis ( ). Effect size analyses have indicated that intrinsic motivation had substantial effect size when compared with other exogenous variables. The predictive relevance of the model was also assessed with blind folding procedure. Results have indicated that employee retention had substantial 40.5% predictable relevance to predict employee retention and confirmed the validity of the research model. Aside of direct relationships the current study has examined the moderating role of competitive advantage and proposed that the positive relationship between employee retention and organizational performance would be stronger when competitive advantage is higher. Findings of the structural equation model have confirmed that the positive relationship between employee retention and organizational performance was moderated by competitive advantage. Therefore, strength of the relationship was checked with simple slope analysis. Simple slope analysis trend shows that the positive relationship between employee retention and organizational performance will be stronger when competitive advantage is higher. These findings have confirmed the importance of competitive advantage in the context of employee retention and organizational performance. Finally, post hoc analysis IPMA has suggested theoretical and practical implications to manager and policy makers. Theoretically, the current research model contributes to employee retention literature as it has substantial power to predict employee retention. Concerning with practice, Importance performance matrix analysis shows the importance of the constructs for managerial implications. Findings of IPMA analysis have shown that intrinsic motivation had the highest importance when compared with other constructs. Therefore, the importance of transformational leadership, knowledge management, entrepreneurial orientation, organizational environment and organization leaning is also notable. Thus, intrinsic motivation, transformational leadership, knowledge management, entrepreneurial orientation, organizational environment and organization leaning are the core constructs that managers and policy makers should take into consideration for employee retention and organizational performance.
Limitations and future research directions
This study has several contributions to theory and practice. Beside unique contributions it is also necessary to acknowledge research limitations which impute future research directions. First, the research model of this study is based on organizational motivational and environmental factors which positively influence on employee retention and firm performance. Therefore, this study does not guarantee that it includes all psychological and motivational factors that impact on employee attitude towards retention and organizational performance. Thus, it is suggested that adding other motivational factors in research model for instance extrinsic motivation, autonomy and relatedness could reveal interesting findings. Second, this study incorporates respondents from public sector therefore taking observations from private sector employee may enhance the generalizability of the model. Another limitation of this study is the type of research. This study investigates phenomenon at one point of time and cross sectional. Therefore, the role of research model in longitudinal form may exhibit different results. Finally, replicating this study model in other Arab region excluding Saudi Arabia will enrich the study findings towards employee retention and organizational performance.
